appeared to suffer stress as a result of spillover between their academic work and life outside of work (Sorcinelli and Near, 1986 ) and that tensions between private life and professional work constrained both personal and career aspirations (Sorcinelli, 1985) .
We purposely selected a sample of faculty members because they represent a profession for whom work is supposed to be important to life overall. In addition, by focusing on faculty from a large, public, research-oriented university located in a small town dominated by the university (politically, economically, and socially) we have increased the likelihood that work activities would spill over to nonwork activities, even when this does not occur by choice (e.g., seeing colleagues in the grocery store). In short, we have "stacked the deck": if spillover cannot be found in this sample, then it is unlikely to be found at all. If it is found, then the question can be addressed: How are work and life satisfaction related for faculty members, and more significantly, is the nature, as well as strength, of this relationship different from that found in other samples of the population? Finally, if the relationship is different, what are the policy implications that arise from the data?
THEORETICAL FRAMEWORK
A review of literature on faculty job and career satisfaction (Finkelstein, 1984) indicates that research has focused on the degree of overall satisfaction with an academic career or on specific sources of work satisfaction (autonomy, nature of work) and dissatisfaction (salary, administration). Because prior research has not examined the relationship between work and life away from work satisfaction, this paper draws on studies outside of higher education in developing a theoretical framework.
Models of perceived quality of life (Rice et al., 1985) or subjective indicants (usually measured as satisfaction) have indicated that objective living and working conditions influence perceptions of those conditions and the resulting level of satisfaction in that particular domain of life (e.g., work); the weighted sum of satisfactions with these various domains explains a major part of the variance in overall life satisfaction Withey, 1974, 1976; Campbell et al., 1976) . A model of these relationships (Figure 1 ) was originally proposed by Rice et al. (1979) and further examined by Near et al. (1983 Near et al. ( , 1984 . Several assumptions of the model should be noted.
The first assumption reflects the argument put forward by Withey (1974, 1976) , 1985) . Second, there seems to be some spillover between work and nonwork domains of life. Working conditions explain some variance in nonwork satisfaction, and nonwork conditions explain some variance in work satisfaction (Near et al., 1983 . Nevertheless, spillover between work satisfaction and overall life satisfaction is not strong Withey, 1974, 1976; Campbell et al., 1976; Near et al., 1983 Near et al., , 1984 Rice et al., 1979) . The implication is that feelings and activities associated with work do influence feelings and activities associated with life away from work; feelings about life overall, however, appear to be more strongly influenced by nonwork satisfaction (or lack thereof) than by work satisfaction.
Finally, there is some indication in results of previous studies that work and nonwork conditions directly influence life satisfaction, apart from their indirect influence, which is mediated by the domain satisfactions (Near et al., 1983 Rice et al., 1979) . This finding contradicts Campbell's (1976; Campbell et al., 1976) contention that work and nonwork conditions predict life satisfaction only to the extent that they influence the domain satisfactions; from this perspective, it is not the actual conditions of work and life but rather the subjective experience of those conditions (e.g., domain satisfaction) that determines life satisfaction.
Each of these three assumptions will be explored in the present study. Earlier research has suffered from a lack of comprehensive measures of either the work domain (e.g., Withey, 1974, 1976; Campbell et al., 1976; Near et al., 1984) or the nonwork domain (Near et al., 1983; Rice et al., 1979) . Perhaps more important for evaluating the situation, previous research has focused on a broad cross section of the population, which was useful for purposes of initial development of the model depicted in Figure 1 , but less helpful for purposes of refining that model. By focusing on a sample of faculty members for whom a greater incidence of spillover is expected to occur, we hope to obtain a clearer picture of the kinds of relationships that may develop among variables. If spillover is found, the question is why -that is, what are the conditions or characteristics of academics that increase the chances of spillover between work and nonwork domains? Beyond this, the implications for issues of work and life outside of work in samples of faculty and other professionals might be considered.
METHODS

Sample
To address the issues posed above, we obtained data from a sample of 112 faculty. Four academic units were selected to provide a variety of academic career experiences. Faculty were randomly sampled from within one department in the humanities and one in the natural sciences and from two professional schools where faculty represented various disciplines. The sample was stratified by academic rank and sex, with approximately six women and six men from each of four categories per department: assistant professors, associate professors, full professors under age 50, and full professors age 50 and over. Twenty-three percent of the sample was from the humanities department, 25% from the natural sciences, and 21% and 31% from the two professional schools. In two departments, the entire population qualified for participation; in the other two, a random stratified sample was selected. In some instances, an insufficient number of cases were available in the population (e.g., female full professors). Twenty-one percent of the sample were assistant professors, 30% were associate professors, and 49% were full professors, percentages that approximate the full-time faculty population at the university studied. The ranks of lecturer, instructor, and administrator were removed from consideration. Seventy-two percent of the sample was male and 28% female. Because of limited information on women faculty (Mathis, 1979) , the sample was purposely larger than the 16% female faculty population.
Data Collection
The study employed in-depth interviews followed by questionnaires. The interview guide consisted of 10 open-ended questions that supplied a frame of reference for respondents but put a minimum of restraint on their answers; average time required for each interview was 2 hours. The interviews provided information on career choice, strengths and weaknesses, opportunities and constraints, transitions and aspirations, and the effect of life away from work on an academic career. The questionnaires were completed after the interviews and provided more information on interests, preferences, and incentives, as well as work and nonwork satisfactions. While the strength of the interview was the opportunity it provided faculty members for qualitative, in-depth discussion and formulation of individual perspectives, the questionnaire data permitted quantitative comparisons.
The interview schedule and questionnaire were pretested, revised, and piloted during the period from December 1983 through January 1984. Interviews began in February 1984 and were completed in September 1984. One hundred of the 112 questionnaires were returned, for a response rate of 89%. 
Measures
Work Satisfaction
The measure of work satisfaction used in these analyses was based on the idea of facet-specific work satisfaction, or satisfactions tied to particular aspects of work (Quinn and Shepard, 1974) . A scale of work satisfaction was created based on questionnaire ratings of the following: recognition within university, discipline, and society; opportunity to pursue scholarly and teaching interests; interaction with colleagues and students; personal autonomy; opportunity to impact others; enough time to do work; and financial rewards, including salary and fringe benefits. Each of these 12 items was rated on a 5-point scale, and scores were summed (Cronbach's alpha = .77).
Nonwork Satisfaction
Drawing on the work of Near et al., (1983, 1984) , a scale of nonwork satisfaction was created by summing satisfaction scores on the following: community, health, neighborhood, friends, standard of living, career opportunities for spouse, leisure time, nonwork organizations, social interaction, house/apartment, housework/yardwork, parents/siblings, children, marriage/current relationships, family life and childcare options. These questionnaire items were rated on 5-point scales (Cronbach's alpha = .81).
Independent Variables
A large number of independent variables reflecting work and nonwork conditions were included in the initial analysis. Some of these variables were measured on the basis of responses to the questionnaire, some on the basis of responses to the interview schedule. All of the variables and the basis for their measurement are listed in the Appendix. The majority of these variables were eliminated at the first step of the analysis, as described below.
Data Analysis
The first step of the analysis involved determination of those independent variables that best predicted work and nonwork satisfaction. Regression analysis, using a forward stepwise method of selection, was used to identify the most powerful predictor variables. The criterion used for selection of predictor variables was that they contribute more than 1% of incremental variance to the total amount of variance explained in work or in nonwork satisfaction, respectively. This stringent criterion was used in order to reduce the number of independent variables; because of the small number of cases, regression analysis with a large number of independent variables would have produced unreliable results.
In the second step of the analysis, hierarchical regression analysis of life satisfaction was completed. Those independent variables found to predict work and nonwork satisfaction were entered on the first step of the analysis. Work satisfaction and nonwork satisfaction were then permitted to enter the analysis, so that their unique contribution to variance explained could be assessed.
RESULTS
Results of the regression analysis of work satisfaction are presented in Table 1 . Three independent variables explained 37% of the variance in work satisfaction. These were the number of years at the university, the faculty member's self-perceived effectiveness at interaction with colleagues, and various strengths of the local environment (e.g., conveniences and security of small-town life) perceived to be important to the faculty member. Of these three, only the first two reflected conditions in the work domain, suggesting spillover between the nonwork domain (i.e., strengths of the local environment) and work satisfaction.
Results of the regression analysis of nonwork satisfaction indicated that four independent variables explained 33% of the variance in nonwork satisfaction (Table 2) . Again, number of years at the university and strengths of the local environment were selected; the two additional independent variables were the faculty member's self -perceived effectiveness at university affairs and the respondent's number of children. Of these four variables, two reflected work conditions, again suggesting spillover, this time between the work domain and nonwork satisfaction.
The independent variables thus selected were not substantially intercorrelated (Table 3) , so all could be included in the analysis without great risk owing to multicollinearity. Means and standard deviations are listed in Table  3 .
Finally, a hierarchical analysis of life satisfaction was completed (Table 4 ). The five independent variables found to be significant predictors of work satisfaction and nonwork satisfaction were forced to enter the analysis. None of these was significantly associated with life satisfaction. The variance explained at this point was 19%. Then nonwork satisfaction and work satisfaction were allowed to enter the analysis. Both showed significant associations with life satisfaction. The variance explained increased to 52%.
If these results are portrayed in a path analysis, the results appear as in Figure 2 . The results indicate that none of the independent exogenous variables has a direct effect on life satisfaction. Instead, their effects were mediated by work satisfaction and nonwork satisfaction, each of which had a direct effect on life satisfaction when the effects of the exogenous variables were controlled.
Decomposition of the indirect effects of exogenous variables (Table 5 ) suggest that the model fits the data quite well. The sum of the indirect effects of each variable as mediated by work satisfaction and nonwork satisfaction should equal the total effects or correlation between that variable and life satisfaction. Since no exogenous variable exerted a direct effect, only the sum of indirect effects could be examined. In each case, the difference between the total effects and the indirect effects was quite small, ranging from .03 to .08. This slightly exceeds the criterion of .05 suggested by Pedhazur (1982) , but certainly the model does not seem totally unrepresentative of the data. While no pair of independent variables was highly correlated, there was probably a slight additive effect of multicollinearity which may account for the inexact fit of the data to the model. In any case, the fit appears reasonably close, and a fair amount of variance is explained in each of the dependent variables by the independent variables. 
DISCUSSION
Three specific findings emerging from these data seem particularly important. Each of these is considered below, followed by a discussion of the overall theoretical and policy implications of the results. , 1979, 1980) . We felt that if a somewhat higher correlation was not found between work and life satisfaction for this sample of academics than in other more representative samples, then the continued assumption of spillover between these variables would be difficult to justify. In fact, the results do support the assumption. The obvious question then concerns why spillover occurred in this sample of faculty when it has done so to a much lesser degree in other samples. That is, what characteristics unique to these faculty have produced the result of spillover?
Since we did not collect data specifically addressing this point, we can only speculate about these characteristics. Like Meissner (1971), we might assume that the small size, relative isolation, and reasonably high level of integration in the community might have contributed to spillover. With Sarason (1977), we could argue that the intense training of faculty for entrance into the academic profession produced a sense of identity that resulted in spillover. Academic work demands a high level, even an absorbing level, of commitment; it can become a primary reference point in one's personal identity. The relatively high occupational prestige (Duncan, 1961) of university professors may also have contributed to the one-life/one-career imperative (Sarason, 1977) associated with the academic profession. Finally, in terms of the literature on quality of work life, the work of university faculty might be viewed as highly enriched (Hackman and Lawler, 1971 ). Perhaps the most noteworthy finding with regard to differences between these faculty and other respondents from national random surveys is the lack of obvious differences. That is, the basic pattern of relationships between variables does not differ much across samples -only the strength of relationships varies. This suggests that the same kinds of variables are associated with work satisfaction for university faculty as for other respondents. Further, the resulting levels of satisfaction are about the same for both groups. The only major difference appears to be the greater strength of the spillover between work and other areas of life among faculty. Put simply, unlike other respondents, for academics work appears quite strongly to influence and be influenced by the nature of life outside of work.
IMPLICATIONS
Our results have important implications for the development of theory in this area and for the design of programs to improve quality of both academic work life and life overall. With regard to the theory of spillover, our results indicate no need for radical rethinking of current formulations. Instead, they suggest that there are individual differences in the strength of spillover but that the pattern or form of the spillover relationship does not vary greatly. That is, individuals who experience substantial spillover are similar to those who experience lesser amounts of spillover in the sense that the spillover mechanism appears to operate in basically the same way for both groups.
These findings increase our confidence that spillover is a "real" phenomenon. The remaining question that obviously deserves study is determination of those factors that cause some people to experience greater levels of spillover than others. These factors probably vary, depending on whether the spillover is positive or negative (Sorcinelli and Near, 1986), intentional or unintentional. Future research clearly is needed to identify these factors.
Our results have important implications for faculty development efforts. Specifically, for this sample of faculty, it appears that improvements in the quality of work life will have direct effects on the quality of life. This may be true for other groups in society as well, e.g., other professionals. For this group of academics -and perhaps for other university faculty -quality of work life and the resulting level of satisfaction with that work life have strong impacts on overall life satisfaction. This trend is clearest in the negative sense: any change that decreases quality of work life for these faculty would probably reduce the level of life satisfaction dramatically. Conversely, because nonwork satisfaction is rather strongly correlated with work satisfaction, any improvements in the community living conditions (e.g., quality school system, increased social opportunities) should also increase work and life satisfaction.
It would seem that administrators could take several specific actions that would increase the work and life satisfaction of their faculty. Other studies indicate that faculty members are deeply affected by the support that the university environment provides for an academic way of life. Like this group of faculty members, they seek conditions that encourage collegiality and participation in institutional decision making (Carnegie, 1986; Clark and Lewis, 1985; Eble and McKeachie, 1985) . It seems important that administrators find ways to provide opportunities for faculty to influence the policies of their institutions and to interact effectively with colleagues (e.g., administrative interns, campus and departmental leadership programs, multidisciplinary work, research and teaching networks). And because some of these same variables seem related to faculty satisfaction at other universities (Carnegie Foundation, 1986; Clark et al., 1986; Eble and McKeachie, 1985), we speculate that at many universities administrators could make improvements in the quality of faculty life that also would increase work and life satisfaction.
We are encouraged that these results provide an important step in the process of clarifying the relations between academic work and life away from work. Despite the need for replication of our results, the immediate implication for higher education seems clear: administrators concerned with increasing work satisfaction (and perhaps performance) of faculty should consider the important spillover effects between professional work and personal life.
